In an effort to realize the vision of the Regional Technical Implementation Unit (UPTD) of Irrigation Network at Talaga, Majalengka, which is "providing optimal and maximum service in the field of irrigation to the public", it is needed a motivation from the Head of the UPTD so that employees can actively and enthusiastically carry out management, utilization, and services of irrigation. Based on observations, it turned out that the effectiveness of employee's work in irrigation management is still not optimal (still low). The problem was because the implementation of motivation by Head of the UPTD is not based on the principles of motivation maximally. This research was conducted at the UPTD of Irrigation Network at Talaga, Majalengka, using a theoretical basis on motivation with the parameters of principles of motivation proposed by Malayu S.P. Hasibuan and for the measurement of work effectiveness using indicators according to Gibson which are production, quality, efficiency, flexibility, and satisfaction. The analytical method used was a quantitative analysis method using quantitative descriptive analysis techniques, scoring, and crosstab. In this study, the sample used was random sampling. The results of the study found that the implementation of motivation by Head of the UPTD only reached 60.3%, having predicate "Good Enough". Meanwhile, work effectiveness of new employees reached 59.3%, having predicate "Good Enough". Therefore, motivation has not been maximally implemented in which it resulting in the effectiveness of employee's work also still cannot be improved optimally.
I. Introduction
The development of water resources in Indonesia is always experiencing an increase and change from time to time. Therefore, it is very necessary to develop and improve the water resources sector both in terms of policies, regulations, institutional aspects, and implementation in the field. The reformation in the water resources management is one of the important actions to overcome poverty alleviation, food security, and conservation of natural resources. In its implementation, several policies have been issued including the enactment of Regulations Number 7 of 2004 concerning Water Resources (Regulation of Water Resources). The Regulation of Water Resources states vision, mission, and principles of water resource management in Indonesia. The vision for water resources management under the Regulation of Water Resources is "Water resources are managed thoroughly, integrally, and environmentally friendly by the purpose of realizing the utilization of sustainable water resources for the prosperity of the people as much as possible" (Article 3 of the Regulation of Water Resources). To carry out this vision, five water resource management missions have been identified, which are as follows:
 conservation of water resources,  utilization of water resources;  control of water damage;  empowerment and enhancement of the role of the community, business world, and government; and  Improvement of data and information which is availability and transparency.
To realize the vision and the mission of District Government of Majalengka through District Regulation of Majalengka Number 10 of 2009 concerning the Organization of the Majalengka District, stating that the implementation of water resources management in the Majalengka District is regulated and handled by the Water Resources Management Agency. In order to realize the mission of water resources management, high work productivity is required from the field officers of UPTD of Regional Irrigation Network so that the implementation of water resources management can run well, and the organizational goals can be achieved.
Based on observations made by researcher in the UPTD of Irrigation Network at Talaga, Majalengka, apparently, there are still symptoms of problems indicating that the effectiveness of employee's work in tthe UPTD of Irrigation Network at Talaga was still low. The problem is suspected to be caused by Head of the UPTD has not yet fully applying the principles of motivation in implementing motivation. Meanwhile, the results of previous researches have empirically proven that motivational factors can improve work outcomes more effectively for organizations (Manzoor 2011) , and it can improve its performance (Ek and Mukuru 2013; Francis and Corresponding 2012; Robescu and Iancu 2016) . It has shown that motivational factors are very important for employees (Rožman, Treven, and čančer 2017) .
II. Review of Literature

Motivation
In life, motivation has a very important role because motivation is an entity causing, channelling, and supporting human behaviour, so that they want to work hard and enthusiastically to achieve the optimal results. Likewise, in the world of work, motivation plays an important role in achieving the organizational goals. Motivation is important because, by having this motivation, it is expected that each individual of employee is willing to work hard and enthusiastically to achieve high work productivity. Motivation comes from the Latin word "movere" meaning "impulse or driving force". This motivation is given to humans, especially to subordinates. Related to this, what is meant by motivation is to question how to encourage the enthusiasm of subordinates' work, so that they want to work hard by giving all their abilities and skills to realize organizational goals. Motivation is the whole process of giving encouragement to subordinates to work in such a way so that they want to work with sincerity, and the achievement of efficient and economical organizational goals can be achieved (Siagian, Sondang. 2008 ).
From the above experts' opinions, it can be concluded that motivation is the process of giving motives, encouragement, or stimulation to subordinates so that they want to work consciously and sincerely as well as have passion in the effort to achieve organizational goals. To motivate employees or subordinates, the organization leadership must know the motives and motivations desired by the employees. There are many kinds of motivations such as giving proper and fair compensation, giving awards, and so on. This is intended so that whatever the employee's needs can be met. Then, it is expected that the employees can work well and feel happy with all the tasks that they carry. Motivation from the leadership to subordinates can give satisfaction to the employees (Rožman, Treven, and čančer 2017; Zafar 2014) . After employees feel satisfied with their work, employees will respect each other's rights and obligations so that a conducive work atmosphere is created. Ultimately, employees voluntarily and sincerely provide their best abilities in carrying out their duties and responsibilities.
Work Effectiveness
In the world of work, employees are required to have high work effectiveness. Organizational effectiveness is usually interpreted as the success achieved by an organization in its efforts to achieve predetermined goals. As the opinion of (Gibson, James L. 2006) saying that the effectiveness is "the achievement of goals set by cooperative effort". Clearly, if the target or goal has been achieved as it is planned before, it is called effective. Thus, if the target or goal is not completed within the allotted time, the work is not effective. The success and failure of an organization to achieve its intended goals depends on the ability of employees to carry out their duties and responsibilities for the assigned tasks to them. If the work results are in accordance with what has been determined, the situation can be said to be effective (Kataria 2013) . (Sugandha 1991) put forward the opinion that effectiveness is a successful work to achieve predetermined goals, because the word "effective" is a state of success in achieving targets or goals that are really useful. While (Handayaningrat 2002) provides an explanation that effectiveness is a measurement in the sense of achieving the predetermined targets or goals. Clearly, if the target or goal has been achieved as it is planned before, it is called effective. In its principle, the definition of effectiveness is an assessment of whether an activity/a system is achieved or not.
Thinking Framework
Motivation is an impulse generated both from internal and external influences. The most effective motivation for an organization is its leader (Rahbi 2017) . Motivation owned by employees will have a positive impact on an organization in improving its performance (Dobre 2013; Mahamad and Saad 2018) , it is because, with the motivation, employees will work more effectively (Kassa 2015) , with the motivation, it can affect the quality of service (Syamsir 2016) . In this study, indicators of motivation are the principle of participation, the communication principle, the principle of recognition, the principle of delegated authority, and the principle of mutual attention (Siagian, Sondang. 2008) . As for the indicators of effectiveness in an organization are factors of production, quality, efficiency, flexibility, and satisfaction (Gibson, James L. 2006) .
III. Research Methods
This study is a quantitative descriptive research. It is because this study describes the situation that occurs at the moment systematically and factually with the purpose to describe and to resolve the studied problem. In this study, quantitative descriptive method is the method used in completing a scientific study with the purpose to solve the problem being studied which is motivation role in improving work effectiveness. It is done by describing or explaining the facts obtained based on data and facts collected in the UPTD of Irrigation Network at Talaga, Majalengka. This study used population research because the subject is less than 100, precisely, it is 30 people. In accordance with the above opinion, the entire population is used as a research sample. To describe the data on each of the assessment variables is done by compiling a frequency distribution table to find out whether the level of obtained value (score) of the research variables is included in the categories: Strongly agree, Agree, Neither agree nor disagree, Disagree, Strongly disagree.
IV. Discussion
In the implementation of management and services of irrigation, it is needed employees being able to work well and having high work effectiveness so that the work can run smoothly. The implementation of motivation in increasing the work effectiveness of employees of UPTD of Irrigation Network at Talaga conducted by Head of the UPTD must be based on the principles of motivation, so that the implementation can be organized and directed in order to achieve maximum results for the achievement of organizational goals. Regarding the principles of motivation applied by Head of the UPTD in the implementation of her/his motivation are as follows:
 The principle of participation  The principle of communication  The principle of recognition  The principle of delegated authority  The principle of mutual attention To find out the implementation of motivation carried out by Head of the UPTD based on the implementation of the principles of motivation in order to increase the work effectiveness of employees of UPTD of Irrigation Network at Talaga, Majalengka, the researchers describe the implementation of the principles of motivation by the Head of the UPTD, as in the following table: Based on the recapitulation of the explanation of the principles of motivation mentioned above, it can be seen that the average value has only reached 60.3%, if it is connected with the assessment standard of data analysis, it has reached the predicate "Good Enough". Thus, it can be concluded that it turns out that the Head of UPTD of Irrigation Network at Talaga, Majalengka, in the implementation of his motivation still has not fully implemented the principles of motivation. As for the value and predicate of the implementation of each principle of motivation by Head of UPTD of Irrigation Network at Talaga, Majalengka, it can be described as follows:
 The principle of participation, has an average value of two indicators of 51.6% which is "Poor".  The principle of communication, has an average value of two indicators of 71.6% which is "Good Enough".  The principle of recognition has an average value of two indicators of 51.6% which is "Poor".  The principle of authority, has an average value of two indicators of 65% which is "Good Enough".  The principle of mutual attention, has an average value of two indicators of 65% which is "Good Enough". Furthermore, to prove that the implementation of motivation has an effect on the increasing of the work effectiveness of employee, researchers conduct research on the dimensions of work effectiveness of employee which are as follows:
 Production  Quality  Efficiency  Flexibility  Satisfaction From the overall response on indicators of work effectiveness of employee working in UPTD of Irrigation Network at Talaga, Majalengka, it appears that the level of work effectiveness is quite good, for more details about the achieving predicate of work effectiveness of employee can be seen through the following table: International Research and Critics Institute-Journal (BIRCI-Journal) Volume 2, No 4, November2019, Page: 281-288 e-ISSN: 2615 -3076(Online), p-ISSN: 2615 -1715 www. bircu-journal.com/index.php/birci emails: birci.journal@gmail.com birci.journal.org@gmail.com Based on the results of the recapitulation of the achievement level of work effectiveness of employee above, it turns out that the effectiveness of employees working in UPTD of Irrigation Network at Talaga has not yet fully increased. It can be proven by an average value of 59.3% or based on data analysis assessment standards, the work effectiveness of employee working in UPTD of Irrigation Network at Talaga achieves the predicate "Good Enough". As for the value and predicate of work effectiveness of employee working in UPTD of Irrigation Network at Talaga, Majalengka, it can be described as follows:
 Production, an average value of 68.3% which is "Good Enough".  Quality, an average score of 61.6% which is "Good Enough".  Efficiency, an average value of 61.7% which is "Good Enough".  Flexibility, an average score of 53.3% which is "Poor".  Satisfaction, an average value of 51.6% which is "Poor". Head of the UPTD and the increase in work effectiveness of employee can be concluded that the implementation of motivation carried out by Head of the UPTD based on the implementation of the principles of motivation has a parallel relationship with the increase in work effectiveness of employee. It can be seen from the recapitulation of the average value of the implementation of the principles reaching an average value of 60.3% with the predicate "Good Enough", and the work effectiveness of new employees reaching an average of 59.3% with the predicate "Good Enough" as well. The results of the study provide reinforcement to the results of previous researches (Olusadum and Anulika 2018) showing that motivation is very effective in improving employee performance which ultimately affects organizational performance (Lee et al. 2016 ).
V. Conclusion
The implementation of motivation based on the principles of motivation by the Head of the UPTD was only 60.3% with the predicate "Good Enough". It is a proof that the principles of motivation have not been fully implemented by the Head of the UPTD. The implementation of the work effectiveness of new employees reached 59.3% with the predicate "Good Enough". The implementation of motivation in increasing the work effectiveness of employees working in UPTD of Irrigation Network at Talaga, Majalengka, apparently, Head of the UPTD has not fully implemented the principles of motivation, so that it has a parallel relationship with efforts to improve the work effectiveness of employees working in UPTD of Irrigation Network at Talaga, Majalengka. This is evident from the results of the implementation of the principles of motivation reaching 60.3% with the predicate "Good Enough" and work effectiveness of employee reaching 59.3% with the predicate "Good Enough" as well. On the basis of the conclusions in which the researchers have put forward, the results of this study were taken into consideration by Head of the UPTD in an effort to increase the work effectiveness of employees working in UPTD of Irrigation Network at Talaga, Majalengka.
